ABSTRACT. Putting measures in place to prevent wrongdoing in organizations is important, but detecting and correcting wrongdoing are also vital. Employees who detect wrongdoing should, therefore, be encouraged to respond in a manner that supports corrective action. This article examines the influence of the ethical culture of organizations on employee responses to observed wrongdoing. Different dimensions of ethical culture are related to different types of intended responses. The findings show that several dimensions of ethical culture were negatively related to intended inaction and external whistleblowing and positively related to intended confrontation, reporting to management, and calling an ethics hotline.
It is widely acknowledged that it is in the strategic, financial, and legal interest of an organization to take adequate measures to prevent wrongdoing (Bamberger, 2006; Karpoff et al., 2008; Schnatterly, 2003) . In addition to this, organizations also have a societal and ethical obligation to prevent wrongdoing from occurring (Tulder and Van der Zwart, 2006) . However, regardless of how scrupulous an organization is in rising to this challenge, it would be misguided to believe that wrongdoing can be avoided entirely (Treviño and Nelson, 1999) . Even with the best preventative measures in place wrongdoing still occurs. In keeping with the recommendations of the U.S. Federal Sentencing Guidelines for Organizations, organizations are thus advised to detect and correct wrongdoing as it arises.
Employees are a ''critical' ' (Miceli et al., 2008, p. 2), ''increasingly important '' (Miceli and Near, 2005, p . 100) source for detecting wrongdoing (Miethe, 1999) . Dyck et al. (2008) , for example, show that 18.3% of the corporate fraud cases in large U.S. companies between 1996 and 2004 were detected and brought forward by employees. An analysis by KPMG (2007) of 360 instances of fraud in organizations in Europe, the Middle East, and Africa shows that anonymous tipping by employees was the primary source of detection: 25% of the frauds were brought forward by employees. Failing to create the conditions that promote internal reporting of wrongdoing ''foolishly invites catastrophe '' as Callahan et al. (2002, p. 195) put it. Therefore, it is crucial that organizations stimulate employees who suspect or observe wrongdoing not to 'look the other way' or 'stick their head in the sand', but to respond in such a manner that the wrongdoing and wrongdoer(s) can (2005), one reason why organizations do not welcome reports of wrongdoing is because it challenges the organizational hierarchy. As a consequence, employees who report wrongdoing run the risk of one or more types of retaliation such as nullification, isolation, defamation, or expulsion (Dworkin and Baucus, 1998) . The question then is how organizations can create an environment that welcomes the disclosure of wrongdoing. According to Berry (2004) , the ethical culture of organizations plays a crucial role in stimulating employees to report wrongdoing. To date, no study has empirically examined how the ethical culture of organizations influences the different types of responses employees may have to observed wrongdoing. In this article we will therefore examine how different dimensions of ethical culture relate to different intended responses of employees to observed wrongdoing. The scientific contribution of this article is threefold.
First, although many studies have been conducted on the relationship between contextual variablessuch as national culture (Chiu, 2003; Patel, 2003; Tavakoli et al., 2003) and organizational structure (King, 1999) -and employees' response to observed wrongdoing, the ethical culture of organizations as such has not been empirically examined. In this article, the Corporate Ethical Virtues Model (Kaptein, 2008b) , consisting of eight dimensions, will be used to assess the ethical culture of organizations. The model was developed to understand and explain unethical behavior by employees. In this article, we will examine whether the model can also help us to understand the response of employees when they observe wrongdoing.
Second, whereas most research in the field focuses on internal and/or external whistleblowing (Lewis, 2001; Miceli et al., 2008; Miethe, 1999) , this article also examines reporting wrongdoing via the regular chain of command; that is, to management as well as resolving the wrongdoing by, for example, approaching the wrongdoer directly. Whether inaction can be explained by the ethical culture of organizations is also examined. An examination of these five different responses may improve our understanding of the way in which the different dimensions of ethical culture are related to each response and the way in which the responses are related to each other. For organizations in particular it is relevant to know how different, complementary -as opposed to one or two individual -responses of employees contribute to correcting wrongdoing in the organization. Furthermore, the inclusion of direct confrontation and reporting via the regular chain of command are particularly useful, as these responses may well be more efficient, effective, and ethical ways to respond to wrongdoing than internal or external whistleblowing (cf., Velasquez, 2005) .
Third, whereas most studies use data obtained from students (Ayers and Kaplan, 2005; Zhuang et al., 2005) , a single sector, such as the federal government (Miceli et al., 1999) , or specific function, such as internal auditors (Miceli and Near, 1994) , nurses (King, 2001) , or managers (Keenan, 2002) , this article uses a broad sample of the U.S. working population. Such a sample helps us to draw more generic conclusions about employee responses to observed wrongdoing. It also provides insight into the ethical culture of U.S. organizations and the responses it encourages among employees who observe wrongdoing.
Hypotheses

Responses to observed wrongdoing
Employees who observe wrongdoing are faced with the question ''Do I stand up or do I stand by? '' (Miceli and Near, 2006) , ''Do I tell or do I not tell? '' (Berry, 2004) , or ''Do I snitch or do I not snitch? '' (Pershing, 2003) . When employees refrain from taking action, they become ''inactive observers '' (Miceli and Near, 1992) or ''silent observers '' (Rothschild and Miethe, 1999) , which is undesirable when the norm is to prevent, detect, and correct wrongdoing (Miceli et al., 2008) . When employees decide to take action, different options are available
